ORGANIZATIONAL QUALITIES
The solution was (a) to expand the company's structure
or (b] tell some supervisors to find greater prospects else-
where. Just a case where something was pushed too far
out of balance.
The other example comes from my company, where the
job of armature winding is a very important technique.
At one period the labour position became so acute that
^itrture production was in jeopardy, very largely owing to
.the  fact   that   the  supply  of skilled  armature winders
dried up.
Now if a process requires such an amount of skill out-
side the "community average35 the company should do one
of twro things:
(a)   Reduce production to a stage where skilled labour
demands can be continuously satisfied.
(b)  De-skill the job.
Here was a case where an artificial demand was created
for more personnel of a certain type than the community
had to offer. Applying my previous dictum, the approach
to such a stage would automatically mean a concentration
by the production engineers on (b} above, thus enabling
the greater supply of normal labour to be used.
I hope no one will have the impression from recent
remarks that I or you should be entirely satisfied with
"just the ordinary crowd." What I have tried to convey
is that each company in its constituent parts should be a
reasonable reflection of the community in which it lives.
We can work on "margins" by attempting to maintain a
standard just in front of normal; remember my recent
statement that improving the social status of a company
is one way of making a group of "average men" into
"average plus."
~~- There is another most important aspect of this problem,
particularly applicable after a war. During the war we
have been forced to use people who in more normal times
would have been classified as "unemployable." With no
others available we adapted our outlook and techinque
so that these people could be used to their benefit and our
own sense of social pride. Arising from, the wax, many